






















References. Allen,	T.	D.,	&	Poteet,	M.	L.	(1999).	Developing	effective	mentoring	relationships:	Strategies	from	the	mentor's	viewpoint. The	Career	Development	Quarterly, 48, 59-73.	|	Allen,	T.	D.,	Eby,	L.	T.,	Poteet,	M.	L.,	Lentz,	E.,	&	Lima,	L.	(2004).	Career	benefits	associated	with	mentoring	for	protégés:	A	meta-analysis. Journal	of	Applied	Psychology, 89, 127-136.	|	Behrend,	T.	S.,	Sharek,	D.	J.,	Meade,	A.	W.,	&	Wiebe,	E.	N.	(2011).	The	viability	of	crowdsourcing	for	
survey	research.	Behavior	Research	Methods,	43,	800-813.|	Buhrmester,	M.,	Kwang,	T.,	&	Gosling,	S.	D.	(2011).	Amazon’s	Mechanical	Turk:	A	new	source	of	inexpensive,	yet	high-quality,	data?	Perspectives	on	Psychological	Science,	6,	3-5. |	Chao,	G.	T.,	Walz,	P.	M.,	&	Gardner,	P.	D.	(1992).	Formal	and	informal	mentorships:	A	comparison	on	mentoring	functions and	contrast	with	nonmentored counterparts. Personnel	Psychology, 45, 619-636.	|	Eby,	L.	T.,	Butts,	M.,	
Lockwood,	A.,	&	Simon,	S.	A.	(2004).	Protégés	negative	mentoring	experiences:	Construct	development	and	nomological validation.	Personnel	Psychology,	57,	441-447.	|	Eby,	L.	T.,	&	Lockwood,	A.	(2005).	Protégés	and	mentors’	reactions	to	participating	in	formal	mentoring	programs:	A	qualitative	investigation.	Journal	of	Vocational	Behavior,	67,	441-458.	|	Niehoff,	B.	P.	(2006).	Personality	predictors	of	participation	as	a	mentor. Career	Development	
International, 11,	321-333.	|	Ragins,	B.	R.,	&	Cotton,	J.	L.	(1993).	Gender	and	willingness	to	mentor	in	organizations. Journal	of	Management, 19, 97-111.	|	Ragins,	B.	R.,	&	Scandura,	T.	A.	(1999).	Burden	or	blessing?	Expected	costs	and	benefits	of	being	a	mentor.	Journal	of	Organizational	Behavior,	20, 493-509.	|	Saucier,	G.	(1994).	Mini-markers:	A	brief	version	of	Goldberg’s	unipolar	big-five	markers.	Journal	of	Personality	Assessment,	63, 506-516.	|	Wanberg,	C.	

















































(B =	.13,	p =	.021)	and	conscientiousness	(B =	.11,	p =	.036)	
moderated	the	perceived	benefits-willingness	to	mentor	
relationship.	As	hypothesized,	at	higher	levels	of	openness	and	
conscientiousness,	the	positively-sloped	line	representing	
perceived	benefits	predicting	willingness	to	mentor	was	
steeper	than	at	low	levels	of	openness	and	conscientiousness.	
RESULTS
Based	on	these	results,	one	way	to	recruit	quality	
mentors	is	to	offer	and	emphasize	the	benefits	of	
investing	in	a	protégé	when	marketing	the	program.	It	is	
important	to	note	that	highlighting	the	benefits	of	
serving	as	a	mentor	will	especially	attract	those	with	
the	desirable	characteristics	of	openness	and	
conscientiousness as	evidenced	by	the	moderation.
One	area	for	future	research	is	to	explore	the	specific	
features	of	formal	programs	that	will	effectively	attract	
and	retain	qualified,	effective	mentors.			
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